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INTRODUCTION

This document is a progress report. It sets forth the first set of recommendations from the
Governor’s Committee on Teacher Quality and Support (TQS). These recommendations
focus primarily on establishing quality professional development for educators and
increasing teacher compensation.

This committee was established through Governor Janet Napolitano’s signing of
Executive Order 2005-11 on May 4, 2005 (and amended by Executive Order 2005-23 on
August 18, 2005). [Note: See Appendix A.] The charge to the committee was to recommend
a series of actions that would modernize compensation, college preparation, and
professional opportunity and development for teachers in Arizona. The committee was to
consist of 20 members from the education and business communities across Arizona.
[Note: See Appendix B.] Members are appointed by the Governor and are to serve without
compensation for staggered two-year terms. The Governor designated Dr. John Haeger,
President, Northern Arizona University, as the chair for the first year. An on-going group,
the committee was to report its first set of recommendations for action or additional study
by December 1, 2005 and every September thereafter.

The Committee met 11 times from June through December. Agenda items consisted of
presentations by experts in professional development, compensation, or teacher
preparation with discussion following. /Note: See Appendix C for a list of individuals who
spoke to the committee.] In the later sessions, the committee formulated and reviewed draft
recommendations. Throughout the process, the group solicited comments from interested
educators and the public at large. During the five months, the committee focused
primarily on professional development and, to a slightly lesser extent, teacher
compensation. The group functioned largely as a committee of the whole, occasionally
assigning a task to a sub-committee of members. Meetings were held in committee
members’ facilities in the Phoenix area and in Flagstaff. Meetings ranged from two to
four hours in length.

This report presents the first set of recommendations. The recommendations suggest
some initial steps to establish quality professional development and improve teacher
compensation. They are not meant to be complete. The committee is well aware of the
inter-relationships between and among teacher preparation, professional development,
and teacher compensation. As the group delves further into teacher compensation and
begins exploring teacher preparation, other recommendations will be forthcoming. The
goal is not to “tinker” with the educational system as it now exists but to make
recommendations that have the potential of leading to statewide, systemic reform.

This report first presents a rationale for the Governor’s establishing the committee. Next
are 13 recommendations related primarily to professional development and teacher
compensation. The final section on next steps presents several actions that the Governor
and others can take to begin implementation.
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WHY A TQS COMMITTEE

Arizona is not where it needs to be. A
review of data reflecting the educational
achievement of Arizona’s students as
well as teacher quality and supports
reveals that much needs to be done.

Student Achievement Data

Achievement According to NAEP: One
of the premier indicators, the National

Assessment of Educational Progress
(NAEP) for 2005, shows the following:

In reading, the percentage of fourth grade
students scoring at the proficient level or
above was 24%. This was not
significantly different from that in 2003
(23%) or in 1998 (21%). At the eighth
grade, the percentage of students
performing at the proficient level or
above was 23%. This percentage was not
significantly different from the one in
2003 (25%) and was lower than that in
1998 (27%).

In looking at results by race or ethnic

Vital Statistics for Arizona

Number of school districts: 254
Number of Public schools: 1,951
Number of charter schools: 504
Pre-K-12 enrollment: 1,012,068
Number of Public school teachers:
47,507

Minoritg students: 51%
Childrenin poverty: 20%
Students with disabilities: 10.8%
English-language learners: 15.4%
Per PuPil expenditures: $5,278

Sources: Arizona Department of Education;
“State of the States,” Education Week’s Quality
Counts, 1/4/2006, Arizona State Board for
Charter Schools, 2005; NAEP State Profiles,
5/4/2005;
nces.ed.gov/nationsreportcard/states/profile.asp

group, the difference between the scores of fourth grade Black and Hispanic students was
31 points lower than the average score of White students. At the eighth grade level, the
difference in scores of Black and Hispanic students as compared to White was 15 points.

In mathematics, the percentage of fourth grade students scoring at the proficient level or
above was 28%. The percentage in 2003 was not significantly different (25%) and was
greater than that in 1992 (13%). For eighth graders, the percentage of students
performing at or above the NAEP proficient level was 26%. This was greater than that in

2003 (21%) and that in 1990 (13%)). '

In looking at results by race or ethnic group, Black and Hispanic fourth graders had an
average score that was 25 and 24 points, respectively, lower than that of White students.
That difference for eighth grade Black and Hispanic students was 27 and 28 points,
respectively (National Assessment of Educational Progress, 2005).

" NAEP has three levels of basic, proficient, and advanced.
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Arizona’s Instrument to Measure Standards (AIMS): In looking at the reading and
mathematics performance of fourth and eighth graders, there are significant percentages
of students who are not meeting standards as measured by the state’s own assessment.

In reading, at the fourth grade level, 68% of the students met or exceeded standards while
31% fell far below or were approaching standards. In mathematics, 74% of the fourth
graders met or exceeded standards while 26% were either far below or approaching
standards.

At the eighth grade level, performance drops in both subjects. In reading, 67% of the
students met or exceeded standards while 33% fell far below or were approaching
standards. In mathematics, 63% were at or above standards; 37% fell far below or were
approaching standards.

In both subject areas at the fourth and eighth grade levels a substantial gap exists between
the percentages of White and Asian students performing at or exceeding standards as
compared to the percentages of Hispanics, Blacks, and Indians doing so. (Arizona’s
Instrument to Measure Standards, 2005)

The NAEP and AIMS data both show that student achievement, and especially that of
Arizona’s students of color, is lagging. The underlying purpose of strengthening teacher
quality and support is, of course, to improve student achievement. Reform simply cannot
happen unless teachers are prepared to deliver quality instruction. The tasks of recruiting,
preparing, and hiring teachers and providing quality working conditions throughout their
professional careers are to enable them to deliver high quality instruction.

Data Related to the Environment for Teaching and Learning

There are also factors relating to teacher conditions that signal the need for greater
teacher support and improved teacher quality:

* Arizona ranked next to last in per pupil expenditures in 2005. Only 13% of the state’s
students are in districts that spend at or above the national average (Quality Counts,
2005). There is a relatively high degree of disparity in funding across the school
districts in the state (Quality Counts, 2006).

* The average class size in elementary school is 24.5, the highest in the nation (Quality
Counts, 2005).

* The state does not pay for professional development for teachers. There is no
dedicated funding source for professional development® (Quality Counts, 2005).

* Arizona does not publish the teacher-testing passing rates of the graduates of its
teacher preparation programs, a measure of accountability (Quality Counts, 2005).

2 AIMS has four categories.

3 Some monies from Proposition 301 and the Instructional Improvement Fund’s gaming money may be
used for professional development, but these are supplemental revenues outside of the state funding
formula.
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Neither does the state require high school and middle school teachers to major in the
subjects that they intend to teach (Quality Counts, 2006).

* Arizona received its lowest marks (second-to-last in the nation) in improving teacher
quality (Quality Counts, 2006).

* There is a very “delicate balance” that exists in terms of teacher supply and demand,
and teacher shortages exist in specific regions (e.g., rural) and in subject areas (e.g.,
special education and language instruction for non-English speaking students) (Gau,
Palmer, Melnick, & Heffernon, 2003).

* The average salary for Arizona teachers is 118.0% of the average annual pay of all
workers in 2003. The highest for any state is 141.9%, and the average is 122.7%
(Morgan Quitno Press, 2005).

* The average teacher salary in the state is $41,843, a ranking of 28 out of 50 in 2003-
2004 (National Education Association, 2003 & 2004). However, this average is
skewed by the higher pay in large urban and suburban districts (Arizona Education
Association Research and Development Center, 2005).

Since there is no policy or requirements for professional development at the state level,
there is no infrastructure for supporting professional development. Since there is no
infrastructure, there are no data regarding the extent or type of professional development
offered, amount of money spent, or the quality or impact of any offerings statewide. As
such, Arizona is not positioned to respond to or help local districts respond to the No
Child Left Behind requirement of evaluating professional development for its impact on
teacher effectiveness and improved academic performance (No Child Left Behind Act,
2001).

In 2005, Morgan Quitno Press put Arizona at the bottom of all 50 states. This rating was
based on 21 indicators including the following:

* High school graduation rate,

* High school drop out rate,

* Per pupil expenditures,

* Percentage of students scoring proficient or higher on the National Assessment of
Educational Progress,

* Average teacher salary,

* Average class size, and

* Median pupil-teacher ratio.

Arizona’s rating in the previous four years has ranged from 44 to 47, so the state has
consistently been at the bottom in comparison to all other states.

In spite of the data that do not reflect well on the state, a number of positive measures
have been taken:

* According to the American Federation of Teachers, Arizona has well-written

standards in the four main subject areas of English, mathematics, science, and social
studies/history at each level: elementary, middle, and high school. In addition, state
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standards in English and mathematics are aligned to assessment at the elementary,
middle school, and high school levels (Quality Counts, 2005 and 2006).

* Arizona received its highest mark in standards and accountability (Quality Counts,
2006).

* The state has a system of open enrollment and one of the strongest charter school
laws in the nation (Quality Counts, 2005). The state’s charter school law has received
the highest-possible rating from the Center for Education Reform (Quality Counts,
2006).

Previous Reports and Recommendations

Over the past few years a number of reports have called for the following reforms to
strengthen teacher quality and support and to improve the achievement of the state’s
students. The report from the Governor’s Task Force on Efficiency and Accountability in
K-12 Education (Koehler, 2001), put forth suggestions on alignment of curricula,
increased accountability, a teacher pay-for-performance system linked to student
achievement, and direction of more financial resources to student achievement.

A Pre-K-12 Education: Choices for Arizona’s Future report from an Arizona Town Hall
in 2004 stressed, for example, the early identification of students at risk, aligning
instruction with knowledge and skills needed in the workplace and for entry into higher
education, engaging parents as partners in the education of their children, and
identification of best practice for teaching non-English language learners. The report also
suggested a starting salary for beginning teachers of $35,000 with advancement to
$50,000 early in their careers.

The most recent report, Lead with Five: Five Investments to Improve Arizona Public
Education (Waits & Fulton, 2005), recommended providing full-day kindergarten,
preparing and recognizing teachers for high performance, creating smaller schools,
reducing class size in K-3, and providing extra help for students experiencing difficulty.

Although not all of these recommendations from these reports have been implemented,
they are nevertheless viable suggestions, many of which are still being explored.

The committee also reviewed Recommendations for Improving Teacher Quality. This
document includes a synopsis of recommendations appearing most frequently in 21
reports, articles, and other publications on improving teacher quality. * It was prudent for
the committee to review these sources as members did not wish to recreate the wheel but
to bring to bear in Arizona those policies and programs that have garnered broad-based
support for their effectiveness within the state and elsewhere. The committee’s
recommendations are in line with those suggested in these state and national publications.

It is not at all unusual in education for a recommendation to be suggested in different
reports before it is finally adopted. Adoption may finally occur perhaps because of

*Fora copy of this informal compilation, contact Bhill@az.gov.
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development of a critical mass of support, a change in political climate, a budget surplus,

a turnover in personnel, or other reasons.

Definition of a Qualitg Teacher

A Qualit9 teacher at any level is
Passionate about student leaming;
possesses comPrehcnsivc knowlcclge
of what is taught; understands how
students learn and develop cognitivclg,
Phgsica”g, socia”g and emotiona”g;
and demonstrates the abilit9 to applg
his or her own knowleclge so that every
student may c[evelop dispositions that
lead to a love of leaming and the desire
to become successful and Productive

members of a democratic socictg.

Source: Teacher Education Partnership
Commission, “A Quality Teacher: Pre-K and
K-12,” August, 2005.

Steps Taken to Improve Teacher
Quality and Support

In the past few years, Arizona has taken
several substantial steps to strengthen
teacher quality and support across the
state, all, of course, with the ultimate
goal of improving student achievement.
Here is a brief discussion of five
initiatives; contact persons for each of
the programs are listed after the
references.

Arizona’s Career Ladder: The Career
Ladder is a program of advancement for
teachers that started in 1984 as a five-
year pilot. Since then, 28 districts
(encompassing about one third of all
teachers in the state) have adopted the
program. The Career Ladder is based on
the following: developing a higher level
of teaching skills and responsibility,
increased student achievement,
professional development, and equal pay
for equal performance. Data from the

latest research study (Sloat, 2002) show that students in the Career Ladder districts out-

List Of Districts Participating In The Career Ladder Program

Source: Arizona Department of Education,

Agua Fria, Amphithcatcr, APache Junction, Catalina Foothills, Cave Creek, Chandler,
Crane, Crcighton, Dysart, EVIT, Flagstaﬁc, l:!owing Wells, Ganado, Kyrene, Litchfield,
Mesa, Patagonia UHSD, Pagson, Penclergast, Peoria, Sagorcl, Santa Cruz Va”eg,
Scot’csclale, Show Low, Surmgsicle, Tanque Vercle, To”cson, Window Rock

www.ade.az.gov/schoolfinance/Reports/CareerLadder OPIP

performed students in non-Career Ladder districts in reading, mathematics, and language
in grades two through eight as measured on the Stanford 9.
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Governor Napolitano’s
Master Teacher Program:
This program places a
Master Teacher in every
school building, beginning
with the poorest and most in
need, starting in 2006-2007.
The goal of the program is to
improve teacher
effectiveness and student
achievement in districts with
high poverty. The program
will attain its goal through
exemplary instruction,
quality professional
development, and dedicated
mentoring and coaching for
new teachers. After training
in coaching, the Master
Teacher’s role will be to
work with the faculty in
his/her school to improve
instruction. The selection
and training is now in
process for placing the first
cohort in the fall of 2006.

AzTEP: Title II Grant:
Arizona Teacher Excellence
Program (AZTEP) is a three-
year U.S. Department of
Education Title I: Teacher
Quality Enhancement grant
awarded to Governor
Napolitano’s office in
September, 2003. The grant
addresses the teacher
shortage and high turnover
in schools located on
Arizona’s Indian
reservations and in former
Enterprise Zones by funding
the recruitment and retention
of high quality teachers.
More specifically, the
project provides funding for

Strengthening Teacher Quality and Support: Next Steps for Arizona

Summary of Recommendations Dcsignccl to lmProvc

Teacher Qualitu

The Fo”owing isa summary of some of the recommendations

gleaned from 21 reports, articles, or other Publications on

improving teacher quality. [Note: See footnote 4.] These two

groupings a&dress PFOFCSSI’OI’IaI dCVClOPant ancl teacl’zer

comPensa’cion the focus of this rePort

RCCOITIITICI‘IC]atIOI‘IS {:OI” lmprovme; prochsnonaI C]CVCIODITICI‘I“Z

Establish ProFes&ona] clevelopmcnt asa regular
comPonent of the school program;

Align Progessiona[ development with state ’ceaclﬁing and
Iearning standards;

Develop district and school Promcessional deve]opment
Plans based on state, district, and school goals and
teacher needs;

lmplement l']igl'l qualitg Pro{:essional development that is
alignecl with research and effective Practice;

Develop schecluling or s’calcFing oPtions (e.g, teaching
teams) that will enable most Proxcessional development
to take Place during the school dag; and

Provide induction and mentoring programs for all new

teachers.

Recommendations for strengthening teacher compensation:

Provide starting salaries that are comParable 'to other
ProFessions with similar entry requirernents;

Establish career ladders so that teachers can advance
to higher levels and be rewarded Financia”g for their
e{:{:orts;

Provide incentives, especia”9 I'ligl'ler pay, for teachers
wi”ing to work in rural, isolated areas or in high poverty
schools;

Base payon Per{:ormance, sPeciFica”g “value ad&ed;”
Determine whether there is a teacher shortage Problem,
or much more likely, a teacher retention Problem;
aclc{ressing each requires a different strategy; and
Reduce bureaucratic hiring Proce&ures in large
districts; give Principals the autl']oritg to make hiring

decisions.
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teacher preparation and recruitment, retention of both new and veteran teachers, and local
professional development planning.

Governor’s P-20 Council of Arizona: In the summer of 2005 Governor Napolitano
appointed a P-20 council to explore ways that the state can achieve a “more effective,
efficient, and equitable education pipeline” (Executive Order 2005-19). Some of the
possible strategies include aligning high school, college, and work expectations; helping
students meet high standards and prepare for either post-secondary education or
workforce training after high school; providing high quality teachers, especially in
mathematics, science, and literacy; and strengthening secondary and postsecondary
accountability. The Governor expects the council to bring together education
stakeholders from across the state and form a common vision and direction for education
reform efforts in Arizona.

Teacher Pay-for-Performance Initiative: In 2000 the Arizona electorate passed
Proposition 301, which called for pay-for-performance in all school districts in the state.
The legislation provided for a six tenths of one percent sales tax increase with 20% of the
monies going for base pay and 40% designated for performance pay. (The remaining
40% are discretionary funds for the district.) Over the past five years districts have
developed plans, many of which are team or school based rather than individually based.
Performance is measured by the success of a team or school rather than by single
individuals.

Looking for more uniformity in plans, in August, 2005, the Arizona state legislature
passed S.B. 1074 that calls for districts to develop systems that include the following:
district and school performance, measures of academic progress, either dropout or
graduation rates, attendance rates, rating of school quality by parents and students, and
teacher and administrator input. The plan has to be approved by 70% of the teachers, and
it must include an appeals process. Finally the plan must be evaluated on a regular basis.
The districts must submit a copy of their performance-based compensation system and its
evaluation plan annually to the Arizona Department of Education.

The passage of these two pieces of legislation, heralded by advocates of pay-for-
performance across the country, provides school districts with an excellent opportunity to
revamp salary schedules that have historically been based on the number of degrees and
credit hours earned plus years of experience. However, this requires a cultural change,
which is slow in coming. Also, the base salary in most Arizona districts is so low that the
pay-for-performance systems cannot achieve any integrity, hence, the Governor’s
concern regarding compensation.

Summary

Considering the data outlined earlier in this section and the efforts that are underway, the
Governor delineated three main areas that need immediate attention:

* Teacher development and lack of uniform access to quality professional development,
mentoring, and induction;
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* Pay disparities and compensation strategies to recruit and reward teachers; and
* Teacher preparation programs that need to update recruitment strategies and align
preparation to Arizona’s teaching and learning standards and state education laws.

Recommendations put forward in this preliminary report reflect the work of the
committee from May 2005 to December 2005 only. The committee came to consensus on
the 13 recommendations and forwarded those to the Governor with the understanding that
its work would continue into 2006. Additional recommendations in all three areas
(professional development and teacher compensation plus recruitment and teacher
preparation) are likely to be forthcoming in the next report. The committee acknowledges
that tasks stated in the Executive Order remain undone and is clearly committed to
completing these as well as doing the additional work related to the recommendations
listed in this report. According to terms of the Executive Order, the committee will
submit a final report by September 2006.

RECOMMENDATIONS FROM THE GOVERNOR’S COMMITTEE
FOR TEACHER QUALITY AND SUPPORT

Thirteen Recommendations from the Governor’s

This section lists 13

Committee for Teacher Quality and Support recommendations. The
Professional Development Recommendations ﬁr.St elght addr ©ss
1. AcloPt the National Staff Development Council’s prlmarlly professwnal

development. They
include adoption and
implementation of
professional development

«“Standards for Staff DeveloPment.”
2. Establish within the State Board of Education a

Professional Standards Board to oversee the Po]icg

clevelopment of the NSDC “Standards for Staff standards in Arizona with
DCV@lOPment” the state assuming the

?. Studg immedia’celg the Possibili’cy ofa comPreI')ensive major leadership role.
statewide Professional Standards Board. In addition to There are five

recommendations related
to teacher compensation.
They focus on
establishing a minimum
teaching salary across the

ProFessiona] clevelopment, the scope of the board’s
resPonsibilities could include certification, licensure,
oversigl'l’c of the ’ceac]']ing standards, testing, teacher

Prepara’cion, and recruitment. The committee shall study

the scope and functions, structure, autl']oritg, timeline, and state and providing a

other imP[ementation issues of a Professional Standards variety of ways for

Board and forward a recommendation in 2006. teachers to advance to
4. Phaseinthe Promcessional c{evelopment standards over time higher salary levels

throughout their career.
The text following each
recommendation is often
explanatory and/or
suggestive of how a
recommendation might

to allow the state to build the resources and infrastructure
necessary to suPPor{: schools and educators. The state
should immediate]g Provicle technical assistance to heIP

[continued next Page]
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be implemented. It was not explicitly adopted by the committee.

[continued from previous page]
educators understand the standards as well as guic{ePosts for selecting and ottering
effective, standards-based Protessional &evelopment. The state should Provicle technical
assistance grants to schools and districts demonstrating the most need.

5. Ensure that schools and educators have regional access to research-based Protessional
clevelopment information as well as best Practices for teactn'ng and learning.

6. Ensure that schools and educators have regional access to t]igt]lg qua[itied Providers and
that a coorc{inating entity exists to ensure regiona] caPacitH and accountat)i[itg.

7. Pilot an individual Protessional c{evelopment process for Individual Professional
Development Plans and rePor‘t results of the Pilot to the State Board of Education 139
August 2008.

8. Ensure that Protessional &evelopment is considered as part of any state Poticy initiative or
mandate that imPacts the classroom in a substantive way and Provide additional tunding
for the Protessiona] clevelopment to Properlg imPIement and deliver these new initiatives
and mandates.

Teacher Compensation Recommendations

9. Establistlla minimum teactling salarg.

10. Provide substantial Pertormance pay oPPortunities.
1. Expancl Career Ladder to all districts.

12. Provide incentives to teach in hard-to-staff schools.

1. Research viabi]itg and Possible pay levels for differential pay.

Professional Development Recommendations

Professional Development Defined

Effective Protessional cleve!opment isjob related and models the context, processes,
and content bﬂ which educators acc]uire, enhance, and sustain the know!eclge, skills,

attitudes, and beliefs necessary to create higtw levels of learning for all students.

Source: The Governor’s Committee on Teacher Quality and Support, October 3, 2005

Recommendation 1: Adopt the National Staff Development Council’s “Standards
for Staff Development. /Note: See Appendix D]

The National Staff Development Council’s (NSDC’s) standards are noted as the premier
standards for professional development. Revised in 2001, these standards have been
adopted by many states, school districts, and other organizations that design and conduct
professional development. Therefore, the committee found them to be an excellent guide
as was Cultivating High-Quality Professional Development (Exstrom, 2002). The
adoption of a set of standards is more than a symbolic act; the standards function as
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policy and anchor implementation. Determining the role of the state in professional
development can be difficult because states are just one of many stakeholders (districts,
schools, principals, teachers, parents, etc). However, by adopting the standards the state
assumes leadership. The implementation that follows provides changes in policy,
incentives, and resources to ensure that all teachers throughout the state have access to
high-quality professional development. At this time 35 states have written standards for
professional development (“Stat of the Week,” 2005).

The standards encompass the content, context, and process upon which effective
professional development is based. They are research-based, data-driven, job-embedded,
and results-oriented. These components have been shown to drive a high quality,
effective professional development effort that leads to changes in teacher behavior that
then can produce greater student achievement, the ultimate goal of any professional
development.

Currently the TQS Committee is developing a set of indicators. The indicators are
evidence that teachers and educational leaders are following the standards. These will aid
school personnel in interpreting and implementing the professional development
standards.

Recommendation 2: Establish within the state Board of Education a Professional
Standards Board to oversee the policy development of the NSDC “Standards for
Staff Development” and guide implementation of standards in the field.

The State Board of Education is entrusted with the responsibility of adopting statewide
policies relating to education standards. Because standards should be integrated into the
educational infrastructure, the State Board of Education is the appropriate place to house
the professional development standards. Here, the standards should not only reside but be
integrated where appropriate to ensure full alignment with the state’s teaching and
learning standards and other policy initiatives.

A Professional Standards Board could be the unit within the State Board of Education
that would oversee and guide implementation of the standards. The board’s
responsibilities might include, but not be limited to, the following:

* Assist school districts in adopting and implementing the professional development
standards;

* Assess new state laws and mandates, new or revised teaching or learning standards,
or State Board rules or programs for needed professional development;

* Develop and implement an evaluation plan for assessing all professional development
sponsored by the state and making an adaptation of that plan available to school
districts for assessing their own professional development;

* Submit each year an agenda and budget for professional development statewide; and

* Periodically assess the state of professional development throughout Arizona and
make recommendations for its improvement.
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The composition of the Professional Standards Board, its location, and its exact duties are
yet to be determined. /Note: See Recommendation 3.] However, the committee feels
strongly that a single entity should have authority over implementation while governance
issues are being addressed; and the State Board of Education, with its constitutional
duties related to education policy, seems the obvious place to start.

Recommendation 3: Study immediately the possibility of a comprehensive statewide
Professional Standards Board. In addition to professional development, the scope of
the board’s responsibilities could include certification, licensure, oversight of the
teaching standards, testing, professional development, teacher preparation, and
recruitment. The committee shall study the scope and functions, structure,
authority, timeline and other implementation issues of a Professional Standards
Board and forward a recommendation in 2006.

As noted above, the committee recognizes the need for a policy and implementation unit
that is responsible for implementing the NSDC’s “Standards for Staff Development.” At
the same time, members recognize the potential such a board holds for creating an
aligned system of governance that considers teacher certification, licensure,
compensation, and other aspects of teachers’ professional lives. In recent years Arizona
has received weak marks regarding the governance of the teaching profession and its
ongoing inaction on a number of indicators of teacher quality. What sort of agency best
oversees these career functions and how the functions are carried out are yet to be
determined, but the need for stronger governance is clear. Therefore, the committee will
conduct a study of how Professional Standards Boards are structured and how they
function. If such a group appears to be both desirable and feasible in Arizona, the
committee will make such a recommendation in 2006.

Recommendation 4: Phase in the professional development standards over time to
allow the state to build the resources and infrastructure necessary to support
schools and educators. The state should immediately provide technical assistance to
help educators understand the standards as well as guideposts for selecting and
offering effective, standards-based professional development. The state should
provide technical assistance grants to schools and districts demonstrating the most
need.

Since there has been no statewide system of professional development in Arizona, such
an initiative must be phased in slowly. To facilitate the standards as a support tool and
not just another mandate, the state needs to offer technical assistance to educators in
adopting and implementing the standards. Note that not all districts need assistance.
Some have already adopted the NSDC standards and established quality professional
development programs within their districts. For example, as required by law, most
Career Ladder districts base their professional development on student performance and
need and focus on student improvement. Though they may not have adopted the NSDC
standards verbatim, their teacher improvement processes model these standards. Most
districts, however, have not developed their professional experiences to such a level and
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should be provided technical assistance in understanding and using standards-based
professional development.

The TQS Committee anticipates the following benefits of quality professional
development throughout the state:

* Qreater access to quality professional development for all educators, including those
in rural areas;

* More support for beginning teachers through induction and mentoring programs;

* Increased opportunities for veteran teachers to strengthen their knowledge and skills
through Individual Professional Development Plans tied to school and district plans
as well as licensing renewal;

* Higher retention rates for both new and experienced teachers; and

* An increase in the number of highly qualified teachers in the state.

And, of course, the TQS Committee anticipates that increasing the quality of teachers in
the state will, over time, lead to an increase in students who are performing at the
proficient or standard level or above on NAEP and AIMS tests, respectively.

Recommendation 5: Ensure that schools and educators have regional access to
research-based professional development information as well as best practices for
teaching and learning.

Professional development providers and educators alike need access to research-based
resources. Not only does this ensure efficient use of limited dollars, it enhances the ability
of educators to increase student learning. Much like medicine evolved, teaching is
becoming more embedded in the science of what works for which students under certain
circumstances. Arizona is missing a formal effort to align research with the every day
practice of teachers and principals.

The suggested repository for such information is a center whose mission is to gather the
most current information and disseminate it to educators and providers throughout the
state. One possible approach to establishing such a center is to give this charge to an
existing agency or organization. Another is for the state to issue a request for proposal
(RFP). Interested organizations can then apply in a competitive process. The RFP would
list criteria for establishment of a center, one of which would be having an Advisory
Board that includes representatives from the state’s research universities. The RFP would
also outline the vision, mission, and goals of the center. The center would be funded for
an extended period of time (e.g., three to five years), with annual renewal based on
performance.
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Recommendation 6: Ensure that schools and educators have regional access to
highly qualified providers and that a coordinating entity exists to ensure regional
capacity and accountability.

Engaging professional development providers should not be the result of a good sales
pitch. Schools must have a reliable list of public and private providers as well as regional
access to quality providers and a process that eliminates vendors who are not aligned with
state teaching, academic, and professional development standards. Vendors must
demonstrate that they adhere to the standards and that their professional development is
effective. The TQS Committee shall identify a process to create a list of providers from
which schools can comfortably and reliably choose. One possible approach is to have all
interested entities, including universities, community colleges, county offices, and
Arizona’s K-12 Center, register and demonstrate their capacity for delivering quality
professional development.

One of the possible duties of a Professional Standards Board is to serve as the
coordinating agency mentioned above and ensure that even schools in the most remote
areas of the state have access to quality professional development.

Recommendation 7: Pilot an individual professional development process for
Individual Professional Development plans and report results of the pilot to the
State Board of Education by August 2008.

Local district implementation of the NSDC standards should lead districts to develop
district-wide professional development plans, school plans, and Individual Professional
Development Plans (IPDPs). Each teacher or other educator, such as a principal,
completes an IPDP in conjunction with his/her supervisor as a component of a
comprehensive performance review process. An IPDP specifies the knowledge that the
educator needs to acquire and/or the skills that he/she needs to develop based on student
assessment data, teacher self-evaluations, and state and district teaching and learning
goals. IPDPs are aligned with the goals of the school and district while providing
individuals the opportunity to direct some of their plan to personal goals. Such a process
ensures that the professional development process is based on the needs of students,
stems from teachers’ needs, and is integrated at all levels — individual, school, and
district.

The TQS Committee is interested is seeing how IPDPs can be used in a way that does not
create unnecessary administrative burdens for teachers or require additional reporting for
similar tasks required for teachers to retain their teaching license. Though the committee
has not discussed what licensure renewal should look like or whether it endorses the
Arizona Department of Education’s current recommendations, members believe that an
IPDP can facilitate helping teachers document all of their various requirements in a single
reporting format. The committee is aware that many school districts in Arizona are
already using IPDPs as part of their Career Ladder or pay-for-performance planning.
With a desire to avoid any duplication of effort, the committee recommends that the state
pilot an IPDP, school, and district planning process in one or more districts. The focus of
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the pilot would be on how to incorporate an IPDP into a performance review process that
is based on school and district goals as well as using the IPDP for licensure renewal and
to help teachers plan for and obtain the professional development needed to improve
teaching and increase learning. After a two-year pilot, there should be sufficient data to
indicate whether use of IPDP can be a valuable component for licensing renewal and
whether statewide implementation of a comprehensive professional development
planning process is warranted.

Recommendation 8: Ensure that professional development is considered as part of
any state policy initiative or mandate that impacts the classroom in a substantive
way and provide additional funding for the professional development to properly
implement and deliver these new initiatives and mandates.

Timely integration of state policy initiatives and mandates into school sites is essential.
However, schools should not be expected to implement new programs and processes
without professional development. Asking schools and educators to do something
different and not making sure that they have the knowledge, skills, and resources to do
new things well is tantamount to asking for failure. Currently no system exists to ensure
that educators are prepared to deliver changes intended to improve student learning or
that professional development provided internally or by external vendors is aligned with
the mandate, best practices, and/or standards. Teachers in the field have noted that
professional development related to the academic standards is not consistently offered
statewide and often does not include the follow-up needed to ensure that standards are
indeed being implemented.

State mandates need to acknowledge that professional development often is essential and
that the state will assist in the provision of that professional development through

technical assistance and/or full or partial funding.

Teacher Compensation Recommendations

Recommendation 9: Establish a minimum teaching salary.

Establishing and funding a minimum beginning teacher salary is one strategy to attract
individuals to teaching and to level the opportunity for all districts to attract the best
teaching candidates.

Current disparities in starting pay give some districts advantage over others in recruiting
and retaining teachers. Often an urban district can offer a starting salary that exceeds
what teachers can make in a rural district with many years of experience. The state
average of $28,218 (Arizona Education Association, 2005) means that many teachers,
most outside of Maricopa County, start well below this average, which makes recruiting
high caliber professionals difficult.

Further, the committee feels strongly that the state must provide a beginning wage
commensurate with what other teachers make and competitive with other professions
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(e.g., accountants, registered nurses, physical therapists) requiring a similar amount of
education and experience. Equity is necessary to attract bright, talented, and committed
teachers into the field. Establishing and funding a minimum beginning salary is one way
to level the opportunity for all schools to attract the best teaching candidates and
eliminate the disincentives that push beginning teachers to take jobs outside the state.
Tackling base pay will lead to the broadest impact.

Having a starting salary of $35,000 (Arizona Town Hall, 2004) will help keep new
teachers in Arizona and can provide prospective teachers an incentive to choose teaching
as a career. This figure is higher than the national average of $29,733 (National
Education Association, 2005) and should give Arizona a bit of an edge. On the national
level, the National Education Association advocates a $40,000 minimum beginning
salary, which does now exist in some districts across the country (National Education
Association, 2005) although none in Arizona. At a minimum, the committee suggests that
the Governor start Arizona teachers at the national minimum of all professionals
($35,000).

There is one concern related to increasing base pay: The TQS Committee wants to avoid
salary compression that would allow little differentiation between the pay of veteran
teachers and new teachers. Therefore, the TQS Committee requests that economic
forecasting be done to project salary levels for teachers, especially for veteran teachers,
after the implementation of a minimum starting salary. Such a study should consider
subject areas and the salaries of other professionals in recommending salary levels.

Recommendation 10: Provide substantial performance pay opportunities.

This recommendation

Goals of Effective Performance-Based eﬁnbodie(:ls th;’ issues
] that need to be
ComPensatlon Sgstcms addressed. The first is
e  Continuous improvement of instruction tl}e lev? of financing
. , , (0] ay-10r-
o A collaborative teachmg environment pay
performance
e Incentives for educators to increase their know!edge and provisions funded by
skills and to assume !eaclership roles the Proposition 301
. Competi’cive salaries sales ta?(. The amount
e Advancement of district and school goals gggﬁgﬁ;gﬁ LOO‘[
e Increased collaborative relationships between and among, significant enough in
internal and external stakeholder groups (the school all cases to generate
board, the Arizona Education Association, teachers and true incentives. Thus,

the TQS committee
recommends increased
Source: Adapted from the Principles for Performance Based funding for pay-for-
Compensation Systems, Arizona Education Association. Presented performance

by Andrew Morrill to the Governor’s Committee on Teacher
Quality and Support, August 15, 2005

administrators, Arizona Depar’cment of Education, etc.)

provisions. The second
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issue is how pay-for-performance is defined. Is it based on the performance of a school,
department, or team? Is it tied to the performance of individual teachers? Or, perhaps
both individual and team performance? Whatever system used needs to promote high
performance for individual teachers in the attainment of classroom, school, and district
goals.

Recommendation 11: Expand Career Ladder to all districts.

Career Ladder is a nationally recognized program that combines classroom achievement
of students and professional development goals with compensation tiers to create a
system that uses data-driven professional development and rewards teachers for the
achievement of their students. The committee believes strongly that the state should
ensure this program is open to all districts and that all participate.

The 28 districts that have the Career Ladder program have more money available to them
for pay generally and performance pay specifically. In keeping with the recommendations
of Governor Jane Dee Hull’s Committee on Efficiency and Accountability (2001), the
committee agrees that this inequitable situation cannot be allowed to continue. Therefore,
the committee supports expanding Career Ladder opportunities statewide as the
infrastructure for an investment that encompasses key strategies to improve student
performance and to achieve a higher level of teacher retention.

Recommendation 12: Provide incentives to teach in hard-to-staff schools.

There is no question that schools that are poor and/or located in rural areas have more
difficulty recruiting quality teachers. Although pay is only one factor that might attract a
teacher to such a school, it is a major one. Other incentives include a one-time hiring
bonus, assistance in securing housing, a commuting allowance, or scholarships or
payment of student loans, all of which require additional funds. These incentives would
be available to any teacher being recruited for placement in a high poverty or rural school
that has difficulty attracting teachers. Additional monies for these schools will level the
recruitment field. Otherwise, large urban districts with better working and living
conditions will continue to have advantages over poor and rural districts.

Recommendation 13: Research viability and possible pay levels for differential pay.

It is common in the marketplace for individuals in similar careers to be compensated
differently based on their area of expertise and their availability. While there is some
concern about the application of differential pay to the teaching profession, the TQS
Committee believes that the issue merits further exploration as a possible remedy for
teacher shortages in certain subject areas (e.g., special education, mathematics, science,
and non-native English language instruction). A study of the need for differential pay in
Arizona (based on projections of supply and demand), the degree to which additional pay
would be an incentive to teachers in areas of short supply, and the cultural changes
required to institute differential pay will give the committee a better idea of whether this
approach is a viable one for the state.
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NEXT STEPS

As indicated at the beginning of
this report, these
recommendations are preliminary

and much more remains to be APPLE — Arizona Parents for Public Education
done. Here are some next steps:

Organizations Providing lnPut

into the Recommendations

Arizona Administrators Association

Arizona Association of School Business Officials

The TQS Committee has agreed

in these recommendations 1o do Arizona Association O]C Unwersxtg Women

the following: Arizona and Business Education Coalition

* Develop and field test Arizona Science Coordinators Association
indicators for the NSDC’s Charter School Association
“Standards for Professional Education Subcommittee of the Governor’s Ethnic
Development.” Minority Councils

* Conduct a study of the
desirability and feasibility of
establishing a Professional
Standards Board.

* Identify a process for certifying professional development providers.

* Pilot the development and use of an Individual Professional Development Plan
(IPDP) that is an integral part of a district’s performance review process. The IPDP
should be based on school and district goals as well as serving as needed
documentation for license renewal.

* Oversee an economic forecasting study to project salary levels for beginning and
veteran teachers over a period of time. The goal is determining what actions to take to
prevent salary compression for career teachers and to ensure that teacher wages are
competitive with other professions.

* Investigate the feasibility and desirability of differential pay for teachers of subject
areas in short supply.

* Explore the feasibility and desirability of programs that put teachers in private
industry during the summer and that have industry paying part of retirees’ salaries if
they go into teaching (at Governor Napolitano’s request).

Governor’s P-20 Council

Greater Phoenix Educational Management Coundil

The recommendations will continue to be vetted:

A substantial number of private individuals and representatives of interested Arizona
organizations have spoken during the public comment of the committee’s meetings. In
addition, the Governor’s Education Advisor and various members of the TQS Committee
have presented the recommendations to many different groups; the recommendations
have been posted on the Governor’s Web site for comment; and statewide radio and print
media have reported on the recommendations. Although the committee believes that there
is widespread support for these recommendations, it needs to continue to solicit input
from stakeholders as the recommendations evolve and others are forthcoming.
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The TQS Committee will continue to fulfill its charge: The committee needs to
complete its recommendations regarding compensation and professional development. It
also needs to address teacher recruitment and preparation. Members acknowledge a
teacher development continuum beginning with recruitment and extending throughout the
professional life of a teacher and other educators. Recruitment and teacher preparation
are equally as important as professional development and teacher compensation. All
points on the continuum must be addressed, and making a change at one point of that
continuum affects other points. Ultimately the committee will want to make sure its
recommendations are aligned and support each other, creating a system that responds to
education reform and community needs for many generations to come.

As an advisory council to the Governor, the TQS Committee has turned the product of its

2005 deliberations over to the Governor for her consideration. Actions taken related to
these recommendations will be reported as part of the September 2006 follow-up report.
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CONTACT PERSONS FOR ARIZONA INITIATIVES
CITED IN THIS REPORT

Arizona’s Career Ladder — Nancy J. Fiandach, Director, Professional Development,
Career Ladder, and Incentive Programs, 549 North Stapley Drive, Mesa, AZ 85203-7297.
Voice: (480) 472-7245. Email: njfianda@mpsaz.org

The Master Teacher Corps — Penny Kotterman, LLC, Education Consultant, 16059 S.
14" Drive, Phoenix, AZ 85045. Voice: (480) 460-4544. Email: pkotterman(@cox.net and
Kathleen Wiebke, Interim Executive Director, Northern Arizona University, 2715 North
3" Street, Suite 207, Phoenix, AZ 85004-1164. Voice: (602) 728-9522. Email:

Kathleen. Wiebke@nau.edu

AzTEP: Title IT Grant - Merle Lustig, Project Director, AzTEP,
Office of the Governor, 1700 W. Washington, Phoenix, AZ 85007. Voice: (602) 542-
7539. Email: mlustig@az.gov

Governor’s P-20 Council of Arizona — Debra Raeder, Executive Director, Office of the
Governor, 1700 W. Washington, Phoenix, AZ 85007. Voice: (602) 771-1104. Email:
draeder@az.gov

Teacher Pay-for-Performance Initiative — Penny Kotterman, Education Consultant, 16059
S. 14" Drive, Phoenix, AZ 85045. Voice: (480) 460-4544. Email: pkotterman@cox.net
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APPENDIX A:
EXECUTIVE ORDER 2005-11 AND 2005-23
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APPENDIX B:
TEACHER QUALITY AND SUPPORT MEMBERSHIP LIST

Jan Amator

Department of Education
1535 W. Jefferson Street
Phoenix, AZ 85007

Voice: (602) 364-2294
Email: jamator@ade.az.gov

Yvonne Billingsley
Associate Superintendent

Pinal County Schools

P.O. Box 769

Florence, AZ 85232

Voice: (520) 866-6581

Email: ybilling@c2i2.com;
ybillingsley@pinalcso.k12.az.us

Meredith Curley

Associate Dean

College of Education, University of Phoenix
4605 E. Elwood Street

Mail Code AA-C705

Phoenix, AZ 85040

Voice: (480) 557-1217

Email: meredith.curley@apollogrp.edu

Debbie D’Amore

Chief Deputy Superintendent

Pima County School Superintendent's Office
5909 E. Third Street

Tucson, AZ 85711

Voice: (520) 740 8760

Email: bnsb@cox.net

Robert I. Donofrio

Executive Director
University-School Partnerships
Arizona State University

11219 N. 44th Court

Phoenix, AZ 85028

Voice: (480) 727-7760

Email: Robert.Donofrio@asu.edu
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Debra L. Duvall

School Superintendent

Mesa Unified School District
63 E. Main Street, #101
Mesa, AZ 85201

Voice: (480) 472-0200
Email: dlduvall@mpsaz.org

Cathleen Barton

Education Director

Intel Corporation

5000 W. Chandler Blvd.

Chandler, AZ 85226-3699

Voice: (480) 554-2514

Email: cathleen.a.barton@intel.com

Reuben Gonzales

Business Representative

State Farm Insurance

14440 N. 10th Street

Phoenix, AZ 85022

Voice: (623) 979-9171

Email:
reuben.gonzales.gh2l@statefarm.com

John Haeger

President

Northern Arizona University
P.O. Box 4092

Flagstaff, AZ 86011

Voice: (928) 523-3232
Email: john.haeger@nau.edu

JoAnne Hilde

AZ State Board of Education
1207 Sarah Kay Circle
Prescott, AZ 86305

Voice: (602) 944-2372
Email: rjohilde@msn.com
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Janet Johnson

Faculty Chair for Education

Rio Salado Community College

2323 West 14th Street

Tempe, AZ 85281-6950

Voice: (480) 517-8390

Email: janet.johnson@riomail.maricopa.edu

Ronald Marx

Dean

University of Arizona, College of Education
1430 E. Second Street

Tucson, AZ 85721

Voice: (520) 621-1081

Email: ronmarx@email.arizona.edu

Andrew Morrill

Vice President

Arizona Education Association

4000 N. Central Avenue, Suite 1600
Phoenix, AZ 85012

Voice: (602) 264-1774 ext. 135
Email: andrew.morrill@arizonaea.org

Linda Nelson

Superintendent

Chino Valley Unified School District
P.O. Box 225

Chino Valley, AZ 86323

Voice: (928) 636-2458

Email: Inelson@cvsd.k12.az.us

Carol Peck

President and CEO

Rodel Foundation

6720 N. Scottsdale Road, #380
Scottsdale, AZ 85253

Voice: (480) 367-2920

Email: cgpeck@rodelfoundations.org

Bill Stuart

Executive Director

Small and Rural Schools Association
20316 Windy Walk

Surprise, AZ 85374

Voice: (623) 292-5949

Email: azstuarts@cox.net
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APPENDIX C:
LIST OF INDIVIDUALS ADDRESSING THE COMMITTEE
FOR TEACHER QUALITY AND SUPPORT

Chuck Essigs
Director of Government Relations

Arizona Association of School Business
Officials

Nancy J. Fiandach
Director, Professional Development,

Career Ladder, and Incentive Programs
Mesa Public Schools

Karen Gasket
Assistant Superintendent for Human

Resources
Paradise Valley Unified School District

Moira Greene

Marana Performance-Based Pay
Committee Chair

Marana Unified School District

Eric Hirsch
Executive Director
Southeast Center for Teacher Quality

Stephanie Hirsh
Deputy Executive Director
National Staff Development Council

Dan Kain
Dean, College of Education
Northern Arizona University

Joyce Kaser
Senior Program Associate
WestEd
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Penny Kotterman
Education Consultant

Merle Lustig
Project Director of AzZTEP
Office of the Governor

Andrew Morrill
Vice President
Arizona Education Association

The Honorable Janet Napolitano
Governor of Arizona

Joe O’Reilly

Executive Director of Student
Achievement Support

Mesa Unified School District

Carol Peck
President, Chief Executive Officer
Rodel Foundation of Arizona

Noreen Sakiestewa
Director, Office of Education
Hopi Tribe

Bill Stuart
Executive Director

Small and Rural Schools Association

Kathy Wiebke
Interim Executive Director
Arizona K-12 Center
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APPENDIX D:

NSDC STANDARDS FOR STAFF DEVELOPMENT, (REVISED, 2001)

Context Standards
Staff development that improves the learning of all students:

Organizes adults into learning communities whose goals are aligned with those of
the school and district. (Learning Communities)

Requires skillful school and district leaders who guide continuous instructional
improvement. (Leadership)

Requires resources to support adult learning and collaboration. (Resources)

Process Standards
Staff development that improves the learning of all students:

Uses disaggregated student data to determine adult learning priorities, monitor
progress, and help sustain continuous improvement. (Data-Driven)

Uses multiple sources of information to guide improvement and demonstrate its
impact. (Evaluation)

Prepares educators to apply research to decision making. (Research-Based)
Uses learning strategies appropriate to the intended goal. (Design)

Applies knowledge about human learning and change. (Learning)

Provides educators with the knowledge and skills to collaborate. (Collaboration)

Content Standards
Staff development that improves the learning of all students:

Prepares educators to understand and appreciate all students, create safe, orderly
and supportive learning environments, and hold high expectations for their
academic achievement. (Equity)

Deepens educators' content knowledge, provides them with research-based
instructional strategies to assist students in meeting rigorous academic standards,
and prepares them to use various types of classroom assessments appropriately.
(Quality Teaching)

Provides educators with knowledge and skills to involve families and other
stakeholders appropriately. (Family Involvement)
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